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INTRODUCTION 

Executive Order 10-24 establishes the Office of Equal Opportunity õs (OEO) responsibility to assist in 
the coordination and implementation of the Workforce Diversity program throughout all 
departments of the executive branch of State of Missouri. It also establishes that OEO shall provide 
a report to the Governor and Commis sioner of Administration that summarizes the good faith 
efforts of each department to eliminate any potential discriminatory barriers to employment, while 
enhancing the stateõs effort to provide equal employment opportunity and improve workforce 
diversity.  
 
OEO is fully committed to the implementation of a pro gressive and diverse workforce within t he 
State of Missouri; OEO seeks to serve as a resource for promoting diversity within the State of 
Missouriõs workforce and improving the opportunities for women and minorities to access state 
employment opportunities.  
 
OEO seeks to work collaboratively with the Executive Departments to develop strategies and 
policies that foster a diverse, inclusive, highly skilled and competent workforce.  
 
This report is a summary of the workforce diversity data of the executive branch departments of 
the state of Missouri and the plans of state departments to achieve parity in the workforce.  
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OEOõS WORKFORCE DIVERSITY PLACEMAT 

  

Incorporate 
diversity & 
inclusion initiatives 
into each 
respective 
departmentõs 
strategic plan.  

Establish departmental 
action plans to ensure 
the workforce reflects 
the diversity of the 
community.  

Retaining a  
world -class workforce 
and maintaining an 
environment of 
li fetime learning.  

Develop ongoing 
communication systems 
to create and reinforce 
the workplace diversity 
& inclusion 
commitment to all 
employees, with an 
emphasis on why it is 
important and what it 
means to the State of 
Missouri. 

 

ASPIRATION 
To have a respectful and  supportive workplace that attracts and retains a 

talented workforce broadly representative of the citizens and communities we 

serve. 

 

THEMES 

INITIATIVES  
ÅEnsure Diversity and 
Inclusion is a top priority 
with executive 
management and senior 
managers. 
 
ÅCreate a culture that 
uses diversity to each 
departmentõs 
competitive advantage.  
 
ÅBuild a Diversity 
Strategic Plan based 
upon each departmentõs 
core values. 

ÅMeet quarterly with the 
Workforce Diversity 
Council. 
 
ÅAssist departments to 
develop a uniform 
Diversity & Inclusion 
Plan and a uniform 
Action Plan template.  
ÅUse metrics to gauge 
success and create 
accountability.  
 
ÅIdentify barriers to 
employment with the 
state of Missouri.  
 
ÅIdentify speakers to 
provide educational 
sessions for 
departments.  

ÅCreate and develop a 
Mentorship Program and 
make it accessible to all 
employees. (Collaborate 
with DOP to pilot a 
strategic approach to 
develop the program in 
OA). 
 
ÅEstablish the OEO 
Internship program for 
the State of Missouri.  
 
ÅPartner agencies with 
colleges, community, 
and universities to grow 
talent in areas that 
talent is 
underrepresented.  
 
ÅPartner with DOP to 
increase opportunities 
for cross-training 
collaboration.  
 
ÅHost a government 
career fair that will 
include state and local 
government.  
 
ÅCollaborate with 
departments to identify 
and groom high 
performers in 
underrepresented groups 
for upper -level 
positions.  
 

ÅAssist departments to 
build solid internal 
initiatives to support 
and educate employees. 
 
ÅIncrease access to 
information.  
 
ÅAssist departments with 
the development and 
implementation of 
Employee Resource 
Groups. 
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FY18 Statewide Workforce Diversity Analysis  

State of Missouri Census Population Estimates  

 

 

 

 

 

 

 

 

 

 

 

State of Missouri Workforc e vs. 2018 Population Estimates  

 

 

 

 

  

  Male Female 
Total by 

Race 
Total by 
Ethnicity  

% by 
Race 

% by 
Ethnicity  

White  2,390,815 2,468,412 4,859,227   79.74%   

Black 337,611 372,241 709,852   11.65%   

Hispanic  114,939 124,835   239,774   3.94% 

American Indian/ Alaskan 
Native  13,373 13,070 26,443   0.43%   

Asian 58,904 64,937 123,841   2.03%   

Native Hawaiian/Other 
Pacific Islander  3,886 3,721 7,607   0.12%   

Two or More Races  63,328 64,080 127,408   2.09%   

Total Population    6,094,152     

Total by Gender  2,982,856 3,111,296         

Percent by Gender  49.08% 50.92%         

*Source:  U.S. CENSUS BUREAU, 2017 POPULATION ESTIMATES 

 

Ethnicity  
Executive Departments 

Workforce  
2017 Population 

Estimate  

White  83.66% 79.60% 

Black / African American  11.95% 11.50% 

Hispanic / Latino  1.10% 4.00% 

Asian American  0.94% 1.90% 

American Indian / Native Alaskan  0.48% 0.50% 

Native Hawaiian / Other Pacific islander  0.04% 0.10% 

Two or More Races 0.53% 2.40% 

Unknown  1.30%  
 

*Source:  U.S. CENSUS BUREAU, 2017 POPULATION ESTIMATES 
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FY18 DEMOGRAPHICS OF CURRENT WORKFORCE 

Executive Branch Summary  

The Office of Equal Opportunity (OEO) fulfills its mission by proactively promoting workforce 

diversity and inclusion in the stateõs employment for minorities and women. 

The FY18 Annual Report represents the workforce analysis of the Executive Branch departments, as 

the State of Missouri continues to strive toward achieving employment parity for protected groups.  

FY18 Executive Branch Workforce Demographics  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Agency 
Total 

Employees Male Female White  Black Hispanic  Asian Indian  Pacific  

Two 
or 

more  Unknown 

OA 1,748 1,114 634 1,568 114 9 41 11 0 5 0 

MDA 333 181 152 298 5 2 2 1 0 4 21 

MDC 1,365 1,013 352 1,311 27 7 9 3 0 4 4 

DOC 10,210 5,932 4,278 9,093 657 118 42 29 6 34 231 

DED 769 295 474 593 115 8 15 9 0 11 18 

DESE 1,641 298 1,343 1,363 169 14 18 5 0 21 51 

MDHE 50 12 38 47 3 0 0 0 0 0 0 

DHSS 1,667 312 1,355 1,383 149 21 23 9 0 16 66 

DIFP 492 191 301 452 25 2 6 1 0 1 5 

DOLIR 634 196 438 542 60 6 6 8 1 2 9 

DMH 6,089 1,738 4,351 3,912 1,943 67 110 11 5 24 17 

DNR 1,324 772 552 1,216 29 10 20 5 0 9 35 

DPS 2,207 705 1,502 1,780 310 30 36 12 2 10 27 

MSHP 2,339 1,690 649 2,175 75 35 11 14 0 8 21 

DOR 1,035 243 792 902 52 8 25 2 1 6 39 

STC 36 20 16 32 0 0 0 0 0 0 4 

MLC 151 74 77 129 13 1 4 1 1 2 0 

DSS 6,577 1,207 5,370 5,263 1,082 76 28 27 1 53 47 

MoDOT 5,084 4,166 918 4,573 339 65 27 59 0 21 0 

TOTAL 43,751  20,159  23,592  36,632  5,167  479 423 207 17 231 595 

Executive 
Branch 
Percentages 
(%)  46.08% 53.92% 83.73% 11.81% 1.09% 0.97% 0.47% 0.04% 0.53% 1.36% 
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Executive Branch Workforce Summary FY17 vs FY18  

The chart below i s a summary comparison of FY17õs and FY18õs workforce demographics of the 

Executive Branch. 

  

 

 

Summary Total
Workforce

Male Total Female Total White Total Minority Total

FY18 43,751 20,159 23,592 36,632 6,524

FY17 41,478 18,316 23,085 34,527 6,383
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Gender by  Department  

 

 

 

 

 

 

 

 

 

 

 

 

Whites vs. Minority by Department  
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Executive  Departments Officials and Administrators by Gender 
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Executive Departments Officials and Administrators by Race 
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Minorities and Females in Officials and Administrators  by Department  
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Non- Managers by Gender  

 

 

 

 

 

 

 

 

 

 

 

 

Non-Managers - White vs. Minority  
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Diversity & Inclusion Management in the Executive Branch Departments 

of the  State of M issouri                                   

The core mission of the Office of Equal Opportunity is to strive to serve as the State of Missouriõs 

Chief Advocate for Minorities and Women in areas of employment and procurement, while 

upholding the co mmitment of the governing body to create a climate of inclusion that mirrors the 

demographics of Missouri. 

OEO believes in working collaboratively with the Executive departments of the State of Missouri to 

proactively pursue workforce diversity by promotin g diversity and inclusion in state employment 

opportunities for minorities and women.  

In carrying out this mission, we must continue  to acknowledge, appreciate, and respect the 

differences we recognize in one another.  Promoting diversity helps create a po sitive work 

environment where all employees have the opportunity to reach their full potential and maximize 

their contributions to the Departmentõs mission.  

To ensure that Executive Branch Department recruits, retains, develops, and sustain a diverse 
workforce, OEO is focusing on (4) four core areas of Workforce Diversity and Inclusion. A template 
was developed and sent out to respective departments  to gauge each departmentõs progress 
towards achieving diversity and inclusion in its workforce.  
 
The (4) four core areas included in the Workforce Diversity Plan  are: 
 
× Recruitment:  recruit from a diverse, qualified group of potential applicants to secure a 

high-performing workforce drawn from all segments of Missouri.  
 

× Retention:  a departmentõs ability to keep its employees. what a department is doing to 

make its employees feel valued for their individuality and unique contributions  

 

× Diversity and Inclusion:  Cultivate a culture that encourages collaboration, flexibility, and 

fairness to enable individua ls to contribute to their full potential and further retention.  

× Sustainability:  structures and strategies  that are developed and implemented  to provide 
leaders with the ability to manage diversity, be accountable, measure results, refine 
approaches on the basis of such data, and institutionalize a culture of inclusion.  
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Moving Forward: Plans to achieve parity within the Executive Branch 

Departments  

Office of Administration  (OA)  

 OA will continue to:  

 Work to improve diversity in workforce through hiring.   

 Develop diversity and inclusion programs, working to promote inclusion.  

 Develop new recruiting strategies incorporating OAõs inclusion groups to attract a more 

diverse group of applicants.  
 

Missouri Department of Agriculture (MDA)   

MDA will continue to:  

 Post open jobs where all available applicants have an equal opportunity of employment.  We 

will continue to provide management training that will show the benefits of having a diverse 

team.   

 HR Rep attends and will continue to attend  several career fairs bi -annually (college and high 

school), including career fairs specifically fo r Veterans and their families.  

 Post MDAõs jobs on many major college websites as well as social media outlets (Fa cebook, 

Twitter and LinkedIn).  

 Encourage diversity in hiring practices as well as gender equity in  compensation.  

 Provide MDA employees flexible work schedules to allow them to balanc e work and family 

commitments.  

 Encourage professional development opportunities to all employees.  

 Continually evaluating our hiring and onboarding process to make all employees feel 

included and welcome.   

 

Missouri Department of Conservation (MDC)   

MDC will continue to:  

 Develop and engage a diverse and productive workforce.  

 Recruitment-In addition to traditional recruitment/outreach, MDC strives to reach diverse 

audiences through non-traditional recruitment strategies to include but not limited to: social 

media, text notifications, career centers, industry/specific advertisements, pai d internships, 

benefit eligible term positions, mobile -friendly job applications, partnerships, attending 

conferences and regularly attending trainings to learn new recruitment ideas and strategies .  

 Retention-In addition to competitive salaries and benefi ts, MDC works to promote a total 

rewards package that touts a work -life balance, flexible work schedules, professional 

development and trainings, recognition programs to include years of service awards, Clerical 

Employee of the Year, Awards of Distinction and others.  In addition, the Department 

regularly works to gather feedback from staff on any desired changes, suggestions, requests, 

etc. that would make their work more enjoyable and efficient.  
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 Diversity & Inclusion - The Department works to provide a div erse and inclusive workforce 

through several methods.  Mandatory Diversity & Harassment classes are held throughout the 

year and around the state to ensure all employees are fulfilling these requirements.  In 

addition, other leadership and development cour ses are provided for all staff to take part in 

and learn in hopes to grow all staff that are interested in taking on a leadership opportunity. 

Additionally, MDC focuses not only recruitment, but also outreach efforts to all constituents 

in both rural and u rban areas.   

 

Department of Corrections (DOC)   

DOC will continue to:  

 Identify as an equal employment op portunity employer and maintain  equal employment 

opportunity procedures to all employees at all levels to ensure awareness and 

accountability.  

 Administer a ll personnel actions, from recruitment and selection to termination, on a 

nondiscriminatory basis. Reported incidents of discrimination or harassment by any 

employee are investigated.  

 Provide j ob related training and development programs to al l employees without 

discrimination. The annual workforce diversity plan is made available to all department 

employees.  

 Participate  in targeted recruitment events for women and minorities.  

In the last year, the department has undergone restructuring in its  personnel and human relations 

functions, which has resulted in changes to its recruitment focus and a temporary lack of resources 

for diversity based initiatives. We are in the process of filling a Recruitment Coordinator position 

which will work more clo sely with the Office of Equal Opportunity in developing targeted 

recruitment strategies, creating internal structures, and developing workforce diversity plans with 

the intention of better utilizing data to identify areas where improvement can be made.  

 

Department of Economic Development  (DED)  

DED will continue to:  

 Provide Training and Professional Development for all employees . 

 Expand the supervisor training related to diversity and overall inclusion . 

 Expand the employee training related to diversity and overall inclusion . 

 Train supervisors to reinforce the Departmentõs commitment to a culture of acceptance and 

inclusion through the regular ENGAGE discussions. 

  Recruitment:  Utilize more across the board DEDõs recently developed pool of minority 

organizations and not-for -profit contact . 

 Sustainability:  Launch our new structured feedback system for new hires (4 -Month Survey) 

which will include a gauge for inclusion . 

 Implement a more frequent feedback report to leadership regarding the Departments 

monthly dive rsity profile  
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The Department educates supervisors and managers on diversity and inclusion through the Effective 

Interviewing & Selection Training and the Diversity and Prevention of Harassment, Discrimination 

and Retaliation Training.  

The average annual salary in each of the job group reporting categories (Minority, Female, Asian, 

American Indian or Native Alaskan, Black or African American, Hispanic or Latino and 2 or More 

Ethnicities) exceeds $40,000.  

 

 

 

Department of Elementary and Secondary Education (DESE)  

 (DESE) has in the past two years been use an application posting system called ApplicantPro 

for our job postings of vacant positions. This system has increased our applicant pool for 

each of our vacancies due to its wider reach over multiple job bo ards across the nation. 

DESE still maintains links to MoCareers and MoJobs websites along with postings on job 

boards at the University of Missouri, Columbia College, and Lincoln University to attract 

individuals directly from college campuses. DESE also attended two State sponsored job 

fairs, Jefferson City and Columbia , respectively , in a continued effort to attract qualified 

individuals to our Department.  

 DESE has created several teams to include a Diversity Team, a Professional Development 

Team, an Employee Orientation team, a Job Description/Position Team, and a n overseeing 

Steering or Job Evaluation Team. All of these teams are moving on their own path and 

direction to a common goal for the department , which includes a diverse workforce across 

the sta te in an effort to help better serve our customers to the best of our abilities.  

I.  The Diversity Teamõs Mission Statement is as follows:  Our goal is to develop, 

champion and initiate practices to ensure DESEõs continued recruitment, 

maintenance and development of a workforce of the highest quality and 

promotes a culture of f airness, respect and inclusion.  

II. With a Vision Statement that reads: We will educate, support and develop a 

work environment that promotes a culture of diversity and belonging.  

 Each of our teams listed above are dedicated to brain storming new and effect ways for our 

Department employees to become exceptional at their position and open up doors for future 

improvement and upward mobility within the Department.  

 Through professional development efforts DESE is striving to make sure employees, as well 

as, managers are well  trained to perform  their clearly defined expectations of their 

positions.  

 

Missouri Department of Higher Education (MDHE)   

MDHE will continue to:  

 Emphasize diversity of opinion and background on interview committees to ensure a fair 

hiring process. 

 Evaluate pay practices both between employees in the department and among other state 

agencies to ensure parity.  

The Department will continue to participate in state programs t hat:  
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 Recognize outstanding employees, and, 

 Help MDHE develop best practices in all aspects of human resources.  

MDHE is in the process of advertising for another position to work in Human Resources, which we 

hope will allow the Department to  create new and innovative practices.  

 

Department of Health and Senior Services (DHSS)   

To achieve parity and maintain a diverse and inclusive workforce, DHSS: 

 Is in the process of hiring a Department Recruiter  

 Creating an 'Ambassador' program where employees are trained to represent the department 

at different recruitment opportunities and job fairs.  The Ambassadors are provided multiple 

outreach opportunities in different parts of the state.  

 Continue with its informal  referral program, where employees are free t o provide referrals 

for positions at any time.  

 Continue to ensure that t he Department's Mission and Vision Statements explain why 

someone would want to work for the Department.  

 Implement  an annual engagement survey and quarterly 'pulse checks' to increase employee 

engagement, which is one piece of the Department's strategic initiative in order to create a 

sustainable and high-performing department . 

 Continue to make training and development a high priority for the Department, especially in 

the development of  its supervisors and managers. Trainings such as 'Journey to 

Improvement: Performance Management and Quality Improvement',  'The Leader in Each of 

Us',  'Practicing Cross-Cultural  Communication',  'Communicating to Make A Difference: 

Exploring Cross-Cultural Communication',  'Generational Differences in the Workplace', The 

Prevention of Sexual and Other Harassment',  'Cultural Sensitivity', and 'Effective Client 

Interaction'  are all trainings offered to staff.  

 Offers 'Next Step Leadership' class to rising potential staff to grow and develop skills.  

 DHSS has an active Cultural Competency and Diversity Awareness Workgroup comprised of 

staff and supervisors from the Department's divisions from around the state. This workgroup 

developed lunch-and-learn trainin gs, a website for the Department's Intranet, and has in -

progress an employee spotlight to introduce staff through his/her biography to improve 

education and celebration of differences. The workgroup developed and implemented a 

successful department-wide survey to gain base-knowledge of where the department is on 

the subject matter of diversity and inclusion.  

 The Department's Workforce Development Plan and its Eight Core Values-include diversity. 

There was a department -wide survey sent out to the staff cover ing what they thought about 

the Department. There is a òsuggestionó section to the Cultural Competency and Diversity 

Awareness website that staff can access through the Departmentõs Intranet. 

 There are weekly Executive Management Meetings where there are d iscussions on how the 

Department is progressing in different areas and how the Department 'stacks up' to other 

State Departments. This information goes into monthly reports to the Governor's Office.  

 The Department also implements town hall meetings attende d by the Department Director, 

Dr. Randall  Williams, M.D., FACOG, and John Thomas, Chief of the Office of Human 
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Resources-along with additional management staff - to reach employees and discuss their 

concerns. Six such meetings are schedule around the State in November 2018. Starting in 

January 2019, there will be meetings around the State on a monthly basis.  

 The Department's Accreditation Plan  -which is an on-going process to maintain accreditation -

includes sections on diversity and providing services in a culturally sensitive manner. This 

plan benefits from the training provided  on communication with diverse clientele and the 

fact that cultural sensitivity was added into performance objectives for DHSS staff.  

 Under the direction of Dr. Williams, in 2017, all 115 Local Public Health Agencies from 

around the State met together for the first time in a decade; and,  

 DHSS reinstated the Women's Health Council for the first time in twelve years (which 

includes 27 members who are thought leaders in their field.)  These two departmental 

landmarks will most certainly help produce positive steps towards promoting diverse 

populations across DHSS. 

 

Department of Insurance, Financial Institutions and Professional Registration  (DIFP)  

To create a diverse workforce, DIFP does the following:  

 Advertises job openings on the Departmentõs website.  

 Advertise on the web through numerous job boards through DIFPõs on-line application system 

and MO Careers which reaches applicants worldwide and through announcements sent to 

higher education institutions and newspaper advertisements.  

 The department also utilizes the resources of the Office of Equal Opportunity, professional 

organizations such as the Missouri Bar, CPA associations, and Actuarial Societies to recruit 

for openings. As budget permits and opportunities exist , DIFP participates  in campus career 

days, job fairs, and similar programs to provide general  job information.  

 

Department of Labor and Industrial Relations (DOLIR)   

DOLIR is working to create a more diverse workforce from several angles. The Department has 

implemented the following:  

 Interview training that targets diversity.  

 Regularly conduct focus groups and strategy sessions to solicit feedback from DOLIRõs 

employees.  

 Conduct meetings to discuss our mission, vision, values, and goals.  The Departmentõs 

strategic planner is overseeing several department -level initiatives that include a diversity 

component.  
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Department of Mental Health (DMH)   

DMH will continue to:  

 Recruit and advertise at universities and organizati ons that is geared towards minorities, 

women, veterans, and individuals with disabilities in order to ensure an applicant pool of 

diverse qualified applicants.  

 DMH also promotes inclusion through diversity related training, celebrations, and recognition 

activities throughout the department.  

 

Department of Natural Resources (DNR)   

DNR will continue to:  

 Strategically recruit  future candidates from Missouri colleges and universities with higher 

minority populations, with a primary focus on STEM -related majors.  

 Attend  career/job fairs colleges, universities and high schools across the state.  

 Partner with Lincoln University in  Jefferson City to host interns throughout the year, as well 

as participate in career forums to educate students about state employment opportunities.  

The Departmentõs Summer Professional Development Program offers current students and post-

graduates opportunities to work alongside scientists and other professionals in the field. The 2018 

program produced over 200 applicants for 43 positions statewide. Of those 200+ applicants, 8.8% 

selected were minorities (which is in -line with our FY18 Job Group Analysis) and 50% were females.  

Per state regulations, the Department develops and delivers Civil Rights and Diversity training 

every two years to all full -time staff. For 2018, the Department is also including all part -time staff 

and volunteers. This training se rves to remind staff of the importance of diversity in the workplace.  

The Department is currently working on developing additional online recruitment efforts, including 

utilizing LinkedIn to recruit high -quality candidates from across the nation, conducti ng virtual 

career fairs in conjunction with college and university career services offices, hosting online òChat 

with a Recruiteró instant message campaigns, and promoting DNRõs various professional career 

tracks through YouTube òCareer Profileó videos.  

 

Department of Public Safety (DPS)   

The Department of Public Safety continues to address and reduce disparity in all identified 

underutilized EEO categories/job groups throughout our workforce by following these established 

steps:  

 Review and/or expand the mix of recruitment strategies and variety of communication 

processes to inform other organizations and relevant populations of available positions;  

 Review and/or establish mechanisms to improve employee satisfaction, as current and/or 

potential employees focus on how an agency treats its employees and the agencyõs general 

personnel management approach;  
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 Review and/or revamp new employee orientation sessions that focus on connection, 

engagement and investment of new employees to convert their fresh perspect ive about the 

position/agency and empower them to contribute to the position and/or agency sooner and 

longer;  

 Deploy selective implementation of a òblind interviewó process to eliminate names, address, 

and personal information with the intent to eliminate  biases that may result in exclusion;  

 Collaborate with professional/employee organizations to develop undergraduate and 

graduate programs that will attract and support female and/or minority professional 

employees; 

 Seek additional business colleges/universities and vocational/technical colleges/schools with 

a predominant female and/or minority population to serve as additional resources for 

recruiting qualified female and/or minority applicants for consideration for positions;  

 Participate in the developmen t of incentives and support to encourage upward mobility of 

females and/or minorities throughout the agency;  

 Ensure that selection committees include female and/or minority representation;  

 Continue to seek òcareer laddersó that will provide a system of career options which afford 

opportunities for female and/or minority professional growth; and  

 Provide and encourage in-service and on-the-job training opportunities to enhance the 

knowledge, skills, and abilities of females and/or minorities throughout the a gency. 

 

Missouri State Highway Patrol (MSHP)   

The Missouri State Highway Patrol is committed to developing personnel through leadership training 

and continued training in their areas of expertise.  The Patrol will continue to research trends and 

implement processes to ensure parity within our workforce.  

 

 

 

Department of Revenue (DOR)   

The Department of Revenueõs commitment to diversity goes beyond just reaching parity in numbers 

in its workforce.  

The commitment of DORõs leadership team involves:  

 Proactively create a progressive, inclusive culture at the Department where individuals 

aspire to develop, thrive and stay.  

 Creating clear paths for career progression, and reviewing job descriptions to analyze 

minimum qualifications and adjust as needed t o improve recruitment and retention.  

 Attending career oriented events at community, high schools and higher institutions to 

promote the Department of Revenue.  

 Setting fair performance standards and rewarding top performers.  

 Partnering with higher educati on institution alumni associations to attract talent.  

 Supporting the activities of the Diversity and Inclusion Employee Council.  
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State Tax Commission (STC)  

STC will continue to:  

 Review and revise classification specifications to ensure they are free from bias with regard 

to age, race, color, national origin, sex, religion, veteran status, disability, or any other 

reason prohibited by law.  

 Ensure that all a pproved classification specifications are available for review by all State Tax 

Commission employees. 

 Advertise all State Tax Commission vacancies on the website www.stc.mo.gov  under 

Employment Opportunities.  Vacancies are also posted on MO Careers, a public bulletin 

board in the Commission office,  and when appropriate, vacancies are advertised in major 

newspapers in major metropolitan areas of Missouri.  

 Offer  training programs for employees.  

 

Missouri Lottery Commission (MLC)  

Missouri Lottery Commission's strategic plan includes four core values,  one that is diversity. Our 

diversity statement is as follows: "We welcome and encourage diversity in all we do - hiring, 

training, procurement, vendor relationships, events, sponsorships and community relations. We 

recognize the benefits of a diverse work force in serving a multi -cultural customer base in today's 

global economy. We believe diversity is a critical part of our commitment to provide superior 

customer service. We are committed to providing a professional work environment for all 

employees, one that is respectful and free of any harassment or discriminatory practices."  

One of the questions asked of all applicants interviewed is how they have or would contribute to 

each of our core values. Management was also rated on whether they were living our core values. 

Additionally, current employees considered for other positions within the Missouri Lottery are rated 

on their contribution to living each of the values.  

 The Missouri Lottery Commission has developed and executed action-oriented programs 

designed to demonstrate its good faith efforts to remove identified barriers, expand 

employment opportunities, and produce measurable results.  

 On-the-job training is provided to all qualified employees to assist them in developing the 

necessary knowledge and skills for promotion to higher -level jobs. In addition, a tuition 

reimbursement benefit is also available to all qualified employees.  

 In most circumstances, positions for which the Missouri Lottery Commission post or advertise 

externally will be sent for l isting with the Missouri Office of Equal Opportunity, all Missouri 

state agencies, the statewide recruiter to include at job fairs, and MO Careers . 

 The Missouri Lottery Commission provides an orientation program to inform new employees 

of their equal emplo yment responsibilities, promotional  opportunities, Missouri Lottery 

Commission rules, ways to alleviate any problems that might arise, and any other issues 

related to workforce diversity compliance.  

The Missouri Lottery Commission strives to ensure that al l employees are given an equal 

opportunity for job advancement. It is the intention of the Missouri Lottery to fill all vacancies 

http://www.stc.mo.gov/


24 

 

from within the organization when employees with the requisite skills, qualifications, and 

successful job performance are avai lable. MLC will continue to make opportunities for 

advancement into more stimulating positions widely known through our career development 

process and by encouraging minorities and women to take advantage of these opportunities.  

 

Department of Social Services (DSS)  

DSS will continue to:  

 Be committed to providing equal opportunity in employment to all employees and applicants 

for employment and a workplace free of discrimination.  

 Further its  goal to recruit, hire and maintain a diverse workforce.  

 Comply with all federal and state laws, regulations and guidelines in its employment 

practices and in providing services to clients. No person will be discriminated against in 

employment because of his or her race, color, religion, sex, pregnancy, sexual o rientation, 

genetic information, national origin, ancestry, age, disability, veteran status or any other 

basis protected by federal, state or local law.  

 To work to improve diversity and inclusion in  our department.  

 

Missouri Department of Transportation ( MoDOT)  

The Missouri Department of Transportation (MoDOT) will continue to monitor the progress of 

reaching parity by evaluating our incumbency and availability numbers on a quarterly basis and 

reporting it to all senior leadership.  We will also continue to track our availability and incumbency 

by districts to give district leadership more direct and current information about their specific 

recruitment areas.  Additionally, we will continue to monitor and submit our Affirmative Action 

Plan to the OFCCP.  

MoDOT has also been working with local MIHEs (Minority Institutes of Higher Education) to build a 

co-op program to increase recruitment and retention with incentives.  The department will 

continue to send job announcement information to diverse community or ganizations, schools and 

newspapers for posting.   

Human Resources and hiring supervisors will continue to be required to have diverse hiring panels 

when conducting all interviews.  Supervisors are encouraged to be thoughtful about candidates 

they are selecting for leadership development opportunities, like the Accelerated Leadership 

Development (ALD) program. We will also continue to encourage participation in our mentorship 

program.     
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Minority/Woman -Owned Business Enterprise Certification Program  

The Office of Equal Opportunity (OEO) Minority and Woman -Owned Business Enterprise (M/WBE) 

Certification Program was implemented to increase and maintain the participation of certified 

socially and economically disadvantaged small businesses.  

To become M/WBE certified with the State of Missouri the business must meet the following 

requirements:  

 Be a minority and/or a woman with 51% or more ownership share(s)  

 The minority and/or woman owner  must be a U.S. citizen or lawfully admitted permanent 

resident of the U.S.  

 The minority and/or woman owner must hold the highest position in the company and be 

capable of exercising direct control of daily operations, and management  

 The business must be organized as a for-profit business.  

If the company meets the requirements of listed above (1 CSR 10 -17.040); then the company will 

be eligible to participate in the OEO M/WBE Certification Program.  

A MINORITY BUSINESS ENTERPRISE (MBE) as defined by OEO is a firm that is at least 51% owned, 

managed and controlled by one or more minority individuals. A racial minority is, for the purposes 

of the State of Missouriõs MBE program, defined as an individual who is a citizen or a lawfully 

admitted permanent resident  of the United States and who is a member of one of the following 

groups: Black American, Hispanic American, Native American including Alaskan Native, Pacific 

Islander and Aleut, Asian-Pacific American, and Asian-Indian American, as well as any other simil ar 

racial minority groups identified in Chapter 37 of the Missouri  Revised Statutes as listed in Section 

37.013.  

A WOMAN-OWNED BUSINESS ENTERPRISE (WBE) as defined by OEO is a business that is at least 

51% owned, managed and controlled by one or more women.  

Certification as an MBE and/or WBE provides opportunities for the certified business to bid on state 

contracts.  

The OEO certified M/WBEs are listed in the online OEO Certified M/WBE Directory.  
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FY18 On-Site Report  

The Office of Equal Opportunity certification program has seven (7) regions within the State of 

Missouri. The regions are as follows: Northwest (1), Northeast (2), Kansas City (3), Central (4) St. 

Louis (5), Southwest (6), and Southeast (7).   

 

The OEO engages each applicant (owner) in these regions during the On -Site Review process for 

certification. The following table compares the number of on -site visits conducted in FY17 and 

FY18 by region. The results indicate that the largest increase of on -site visits conducted was in the 

Kansas City region. The data OEO gathers from these numbers assists the office in strategic 

planning and implementation of additional outreach efforts and resources.  

 

FY16-FY17 ON-SITE VISITS COMPARISON 

REGION FY17 FY18 
Northwest  2 0 

Northeast  1 5 

Kansas City 43 18 

Central  17 13 

St. Louis  66 56 

Southwest  15 15 

Southeast 8 6 

Total  152 113 
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Certification Process  

Types of Certification  

Standard Certification  

The Standard Certification process applies to applicants whose principal place of business is within the State of 

Missouri. Applicants must meet the qualifications of  the OEO M/WBE program (1 CSR 10-17.040) to be granted 

certification. Standard Certification applicants must complete the online M/WBE Certification Application, submit 

all required documentation, sign and notarize the OEO affidavit. Upon completion of the  application process and 

the initial Desk Review, an on -site visit to the applicantõs business may be conducted, lastly the Final Review will 

determine if certification will be granted or denied. The applicant is required to retain the original documentati on 

in their records.  

Rapid Certifications  

The Rapid Certification process applies to applicants who are currently certified as an M/WBE by a recognized 

certifying entity in the State of Missouri, have been certified by their domicile state and or certifyin g entities that 

have current Memorandums of Understandings (MOU) with OEO.  

Applicants must meet the qualifications of the OEO M/WBE program (1 CSR 10-17.040), and must be certified by one 

of the programs listed below. The applicant must complete the onlin e M/WBE Certification Application, submit all 

required documentation, sign and notarize the OEO affidavit. OEO will not conduct an on -site inspection with 

companies whose principal place of business is outside the State of Missouri.  

The applicant is requir ed to retain the original documentation in their records. Certification by one or more of these 

programs does not guarantee certification by OEO. The applicantõs current certification must not be within 90 days 

of expiration to be considered.  

The following  are certifying entities that are currently recognized by OEO:  

 

City of St. Louis - MRCC 
Mid-States Minority Supplier 

Business Council 

National Womanõs Business 
Owners Corporation (NWBOC  

MoDOT/MRCC ð (DBE Program) 
Kansas City Human Relations 

Department  

St. Louis Lambert International 
Airport Authority  

Kansas City ð MRCC 
Mountain Plains Minority Supplier 

Development Council  

Women Business Development 
Center (WBDC 
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The following tables and correspondi ng pie charts summarize the FY18 OEO Minority and Woman -

owned Business Enterprise Certification data.  
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